This article explores how Islamic values influence management and business practice in Morocco with a view to a new understanding of how one of the global, socio-political tides of the early Twenty-First century is now beginning to make itself felt commercially. An interpretivist approach, coupled with access to a rich and hitherto inaccessible mix of diverse and highly placed participants, allows the authors to augment extant research with a vivid rendering of the lived reality of Islamic management practice.
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The However, what also must be considered is that Islamic values do not work in isolation but are an integral part of a country's "national character" (Tayeb 1988 p 154) -an all-encompassing phrase used by Tayeb to include all of a country's cultural, political and socio-economic (i.e. national) characteristics. All of these characteristics have a significant bearing on management styles in particular countries. Thus the scope of this research goes beyond the identification and enactment of Islamic values in the workplace and seeks additionally to identify other contextual influences (national characteristics) that also shape how managers 'practise' management in Morocco.
But why choose Morocco as the cultural context for the exploration of Islamic values in management practice? Although Weir (2003 p 74) identifies the countries of the Maghreb to be outside of his 'fourth paradigm'-i.e. the Middle East -because "their historical, administrative and linguistic traditions are different", existing research on management in Morocco (Benson and Al Arkoubi 2006 , Cox, Estrada, Lynham and Motii 2005 , d'Iribarne 2002 and Al Arkoubi 2008 indicates that Islam here plays an important role comparable to that in any other Arab country. And whilst research into Arab
Management is growing and developing -for example, leadership (Abdalla and Al-Houmoud 2001, Ali 2005) , features of Arab cultures (Htuchings and Weir 2006) , values studies , the Islamic Work Ethic (Ali 1989 (Ali , 1990 , women in management , Mostafa 2005 ) -Morocco continues to receive "little attention....by management scholars" (Benson and Al Arkoubi 2006) . Islamic values are said to play a significant role in organizational life, but ethnographic studies (Al Arkoubi, 2008 , d'Iribarne 2002 have been limited to one organization only; and other studies (Wahabi 1993) , whilst providing breadth through their quantitative approach, fail to provide a full understanding for the conclusions they draw. This paper, however, provides breadth where there is depth (Al Arkoubi 2008 , d'Iribarne 2002 and depth where there is breadth (Wahabi 1993) through the presentation of a qualitative study of 24 participants -all of whom are top-level managers -from 22 organizations which are both Moroccan-owned and multinational. In unravelling how Islam, and other national characteristics, shape management practice, this research contributes in two ways. First, the qualitative research approach provides findings of a depth and texture which far exceeds that of existing quantitative studies. Second, the diversity of the participants, together with their unusual seniority, embodies and illuminates the internationalisation and cross-cultural richness of management in Morocco, an aspect untouched by other researchers.
We begin this paper by providing the reader with an overview of how we developed our heuristic framework, drawing on hitherto discrete academic disciplines -anthropology, Islamic studies, business and management -to provide an all-encompassing set of sensitising concepts (Strauss and Corbin 1998) specific to Morocco for the purposes of research. We then present our research approach and findings and provide the reader with an adapted heuristic framework -the metaphor of the Arabesque -which reveal and reflects 'actual' management practice in Morocco. We conclude with our suggestions for future research.
Developing the heuristic framework for research

What are values?
In order to explore how Islamic values influence management practice in Morocco, it is necessary to outline our 'working definition' of values for research purposes. Values have been described as a "....conception, explicit, or implicit of what an individual or a group regards as desirable...." (Guth and Tagiuri, 1965 pp124-125) ; a preference for "certain affairs over others (Hofstede 1981 p 19) ; and that which "... guide and direct our behaviour and affect our daily lived experiences" (Dolan, Garcia and Richley 2006 p 27) . These are, however, thumbnail 'definitions' and as such, they are challenging to employ in a study which seeks not only to discover the existence of values but also their enactment Rokeach's definition is useful but it is unwieldy compared to the brevity of others (Guth and Tagiuri 1965 , Hofstede 1981 , Dolan, Garcia and Richley 2006 and for our research purposes -seeking the existence of, and enactment of, values -a middle ground was sought. It is from the work of Schwartz (1994) , who himself sought to modify earlier definitions, that the possibility of a 'working definition' of values can be discerned. Schwartz (1994) substantiates that there are indeed universal values, which act as motivators of behaviour, and he has identified and measured these in a variety of contexts, for example culturally (Schwartz 1994) , cross-culturally (Schwartz and Bardi 2001, Schwartz and Sagiv 1995) and in respect of religiosity (Schwartz and Huismans 1995) . Thus in this study we follow Schwartz and subscribe to values as "desirable, transsituational goals, varying in importance, that serve as guiding principles in the life of a person or other social entity" (Schwartz, 1994 p 21) .
We now introduce Morocco as our context for exploring how Islamic values influence management practice.
Morocco
Morocco's Arabic name is Maghrib meaning "land of the setting sun" 
Moroccan culture
Anthropologists (Clifford Geertz 1968 , Hildred Geertz 1979 , Gellner 1969 and historians , Munson 1993 have been engaged by Morocco's cultural characteristics. A key focus of their work is the meaning of family and patronage ) and the ingestion of Islam , Gellner 1969 , Munson 1993 . Geertz (1979 p 215) observed that Moroccans' view of "family" encompasses what
Americans would regard as "friendship" and "patronage". In this way Moroccans, like many of their
What are Islamic values?
For the purposes of this research an identification of Islamic values had to be sufficiently robust for the purpose of analysis and exploration through the 'lived experiences' of the participants. This study began with the Qur'an -the "foundation" of Islam and "the very word of God" (Reinhart 1983 p 189 (Ali 1988 , Tayeb 1997 . Ali (2005 p 63) argues that the study of values provides a "major key" to understanding organizational life, adding that studying "work values is…not merely an academic diversion, it is a practical endeavour". To facilitate this endeavour he names the values he discerns in the Qur'an and the Prophet's sayings and practices (the Sunna). These include equality, accountability, hard work, justice, consultation, trust, self-discipline, persistence and co-operation. Kalantari (1998) Tayeb (1997) cites the work of Latifi (1997) and Endot (1995) in which they explored the 'lived' Islamic values of responsibility, honesty, loyalty, co-operation and equality.
Such values are closely linked to ethics (Cooper 1979) , and in Rice's (1999) research the relationship between the two is clearly evident. For Rice (1999 p 346) , Islamic values are "the filter" for moral business behaviour. Arguing that the goals of Islam are based on well-being rather than materialism, she depicts an Islamic ethical system derived from the Qur'an and the Sunna and provides what she calls business examples of how these values are manifested in practice.
The Islamic Work Ethic
Significantly, all commentators stress the importance of business and trade to Islam (Uddin 2003 , Badawi 2003 , Ali 2005 , Ali and Al-Owaihan 2008 . Supported by empirical research, they maintain that work "is a virtue…and is a necessity to establish equilibrium in one's individual and social life" (Ali 1992 p 507) and that "involvement and participation in economic activities [are] not merely considered a divine call but also as a means to sustain a thriving and healthy community" (Ali and Al-Owaihan 2008 p 8) . Ali (1988 Ali ( , 1992 and Yousef ( , 2001 (Ali 2005) . This is illustrated in Figure   One . Gordian Knot, and referred to as "cultural identity" (Tayeb 1997 p 352) . It was the challenge of the present study to unravel this Gordian Knot in order to explore Islam's specific role.
The following summarises existing topics in pan-Arab management research which have contributed to the theoretical underpinning of the present paper.
Families and networks
The use of extended social networks and the expected paternal responsibilities of leaders Abdalla and Al-Homoud 2001) have been touched upon above, but Weir (2001 p 14) elaborates by arguing that all Arab business and management practices are based on considering "the utilization of networks of relatives and friends". These family networks, or connections, he calls wasta (Weir and Hutchings 2005 p 92) . They involve "the exercise of power, influence and information sharing through social and politico-business networks". Whilst originally wasta emphasized the importance of family and kinship, it is now generally perceived as a vehicle for personal gain, conducive to corruption and nepotism (Weir and Hutchings 2005) .
Approaches to women in management
A number of studies have considered gender within the fourth paradigm , Mostafa 2005 .
A key issue is the role that Islam plays in shaping women's workplace participation. Sidani (2005 p 500) observes that whilst female participation has increased in countries such as Egypt, Lebanon and Iraq, 
The legacy of colonialism -beyond the fourth paradigm
A prominent element in the work of Ali (1988 Ali ( , 1990 Ali ( , 1998 Ali ( , 1995 Ali ( , and 2005 ) is the influence of foreign powers in shaping national cultures and institutions. Anthropologists (Geertz , 1973 and historians (Munson 1993 , Armstrong 2002 reflect similarly on how empire-building from the Ottoman through to the British and French empires has moulded, and subsequently discarded (Weir 2003) , the countries they once desired. Although several commentators (Ahmad 1991 , AlJunaid and Anwar 2000 protest against the West and its capitalist values, it is Ali (1990 Ali ( , 1992 Ali ( , and 1995 who explicitly links colonial power with the demise of 'seen' Islam in business and management practice 
Management in Morocco
Specific research on Morocco has focused on cross-cultural comparisons with other 'Arab' countries (Kabasakal and Bodur 2002) , management values (Wahabi 1993, Ali and Wahabi 1995) The second influence is how Islam plays a major role, implicitly or explicitly, in work practices, attitudes and styles in Moroccan management (Wahabi 1993 , Ali and Wahabi 1995 , Al Arkoubi 2008 , d'Iribarne 1998 , Cox, Estrada, Lynham and Motii 2005 . Wahabi (1993) considers how Moroccan managers' value systems have been influenced by Islam, tribal and family traditions (including patriarchy), the legacy of colonial bureaucracy, increasing contact with the West, and government intervention and political constraints. Ali and Wahabi (1995, p 95) describe Moroccan managers as "confused" in their thinking because of their seemingly equal attachment to Islamic and Western values.
Wahabi (1993 p 33) is nevertheless keen to emphasise that when considering management in Morocco, the researcher must "take into consideration the impact of Islam on values and value systems". Like other commentators they appear to be suggesting that whilst Western influence is something that makes itself felt, it is not wholly desirable (Kabasakal and Bodur 2002) , and that Moroccan organizations should be adapting leadership and management practice to that which best fits with the Moroccan culture (d 'Iribarne 1998 , Al Arkoubi 2008 of which Islam is a significant element.
Two writers contribute substantially to the discussion of Islam in management in Morocco by an in-depth focus on leadership. D 'Iribarne (1998 'Iribarne ( , 2002 'Iribarne ( , 2003 practice. We now introduce our heuristic framework which integrates the three areas of research as a means of enabling interpretive analysis of the participants' lived experiences.
Loosening the Gordian Knot -the heuristic framework
The development of the heuristic framework was achieved in two stages. First, a silo-type design was created which represented the sensitizing concepts (Strauss and Corbin 1998) -and their respective source -from the extant research. Please see figure 2. This compendium of sensitizing concepts was a pretty full reflection of the 'contents' of the extant research on Morocco, but the neatness of this silodesign was misleading in this one rather important regard -it did not correspond with the lived management experience described by the extant research -i.e. the Gordian Knot. In 'lived reality', the operation and interplay of the sensitizing concepts identified is seemingly protean, there are no clear consistent lines of demarcation but flux, they are not discrete sites but overlapping force fields. This 'scenario' therefore was best sketched figuratively as a heuristic framework which represented the entwining and overlapping of these concepts. What emerged was a framework which in some way resembled the Gordian Knot provided in the pan-Arab research but it was a Gordian Knot specific to Morocco, and this specificity, as opposed to generalisability was more likely to 'uncover' the nature of the phenomenon under study. Please see figure 3. 
Methodology
The present study -completed in 2010 -adopted an interpretivist approach, beginning with a process of purposeful sampling (Patton 1991 "outsiders" to research situations because they are not firmly entrenched in the taken-for-granted assumptions embedded in the culture.
The interviews were loosely structured in order to "see the research topic from the perspective of the interviewee and to understand how and why they [had] come to this particular perspective" (King 2004 p 11) . All but one (by telephone) of the interviews were conducted face-to-face, lasting from 45 minutes to one and a half hours. An initial study was undertaken, primarily to 'test out' the chosen methods and questions. Sampling for the initial study was facilitated by a "gatekeeper" (Hammersley and Atkinson 1995 p75) -the Director-General of an exclusive hotel in Marrakech -who had taken a keen interest in the research. To achieve "believability" (Brewer 2004 p 157 ) the location of the main study had to be Casablanca, Morocco's industrial, commercial, and business centre.
Data interpretation and analysis
Data were analysed using the funnel structure of progressive focusing (Miles and Huberman 1984, Hammersley and Atkinson 1995) . Progressive focusing enables the researcher to 'make sense' of the "bulk and complexity" (Bryman and Burgess 1993 p 216) which characterise qualitative data. A process of open and selective coding (Strauss and Corbin 1998) distils, refines and focuses the data in order to achieve some form of theory-building, and ensures that the final analysis remains "faithful [to the] "people's voices" (Brewer 2000 pp 151-152) .
Participants were characterised as belonging to one of four groups according to biographical data. There were two reasons for this. First, the amount of data was unwieldy and had to be made more manageable (Brewer 2000) . Secondly, the criteria for grouping the participants in this way complemented a methodological theme of this research, that of the 'Stranger' (Schutz 1964) . Allocation of participants to groups was not pre-planned, other than to ensure inclusion of non-Moroccan participants in the sample.
After conducting the interviews it was clear that Moroccan participants could be broadly categorized as follows, based on having some form of 'stranger' sensibility or experience compared with a complete 'insider' i.e.: The final stage of analysis was to synthesise 'practice' with 'theory' to identify 'gaps' between the 'rhetoric' of the extant research and the 'reality' provided by accounts from the 'life-worlds' of the participants managing in Morocco. Thus a picture of how Islamic values influence management practice, derived from the views of people who actually manage in Morocco, together with how the heuristic framework can be adapted to 'represent' management in Morocco, was developed and is explored in the rest of this paper.
Findings
The authors have used the metaphor of The Gordian Knot to explain how, according to the extant research (Benson and Al Arkoubi (2006) , Wahabi (1993) 
The Insiders
Insiders believe that Islam has a presence in the workplace. As well as discussing the need to make practical arrangements for those who wish to follow the rituals of their religion, participants also highlight a number of personal values which they identify as Islamic -humility, fraternity, believing in people, and solidarity. Amal, for example, refers to the importance for her of "fraternity" and how it shapes the levels of support -visiting sick employees, providing financial help, etc -that she provides.
"Moroccans view organizations like their family" she believes. Zidan refers to the Islamic values of trust and respect, believing them to be inextricably linked with (Moroccan) family values, and also necessary within an organization in order to develop "special relationships", relationships which "happen when people support one another; they come from the ability to apologize [for mistakes], to take responsibility for…actions and to treat people like family".
He provides the example of a merger during which he helped the Finance Manager from the "takeover Islam is also 'seen' to shape business, although contradictions between Islam and business practices are perceived. From the voices of the majority of Insiders, it emerges that two forms of management practice exist: first the 'traditionally Moroccan' one of patriarchy and/or paternalism; and second, one which is the result of a participative management style, i.e. encouraging team-working, joint decisionmaking, taking responsibility etc. The latter is the preferred management style of all participants. Which practice is 'enacted' would appear to depend upon employee attitudes prevalent in the workplace. These attitudes include: resistance to change; expectations of authority; respect for elders; and reluctance or inability to make decisions. Such attitudes demand the patriarchal/paternalistic management style that the participants describe and these attitudes are described as 'typically Moroccan'. Yasin explains that "You need a controlling type of leadership because… [to] make people comfortable… [encourage people to] decide for themselves and take initiatives… they take it as a weakness in you."
During his interview, Zidan attempted to unravel the entwined Islamic and cultural values to provide
what he sees as the 'ideal' management style for Moroccans; one which encourages trust, respect and loyalty with a powerful father figure in control.
Zidan talks of the tradition of "taking someone in" at home, in business, or both:
"The most important industrial local groups…you will always find someone who has started with their father [i.e. the founder of the business] who is still there…If you ask the big boss he will say... that guy built the company with our father…took risks for our father…I know what I am paying him for."
Participants also reflected on how some employees in the workplace did show the ability to be innovative and to make decisions. And what they considered to be at the root of these different attitudes are age and education levels. Education, together with certain cultural expectations of women, is also seen to be at the source of the challenges that women face in the workplace as they strive to find their place in business.
France is widely seen to be a residual influence on management practices owing to the evidence of hierarchy in many Moroccan organizations.
The Insiders-Outsiders
For this group of participants, the juxtaposition of the traditional and the modern is a key theme.
Participants seek to describe how, in Morocco, there are two ways of managing; the traditional and the more modern or Western approaches. And how there are two interpretations of Islam, that which is entwined with Moroccan culture and that which is more 'pristine' in nature. These themes of Islam, culture, modern management techniques, traditional ways of doing business commingle and overlap to present a rich and vivid picture of management in Morocco.
In the life-worlds of some of the participants Islam is a powerful force which shapes their management philosophy (Abdul) and how they do business (Ahmad) .
Abdul provides the best example of how an individual's religious beliefs shape and mould management practices. He is acutely and actively aware of 'living' his Islamic values -he learned the lessons from his father:
"My father was incredible -a rich Tradesman and a [University] Professor ... he was an intellectual, he taught religion, and a successful businessman. I learned from him to do business with morale -with rules, respect ... with transparency ...we can win business by being honest, and developing trust and relationships with people."
When asked about Islamic values and his personal values, he makes no distinction between them: the importance of family, the importance of business, honesty, striving for continuous personal growth through learning (itjihad) and co-operation. Abdul's practice embodies the Islamic work ethic in its transparency and respect for the client. His approach to his staff is to encourage them to learn new skills and to progress -to become partners in the company:
"People know here that they are encouraged to move ahead, to learn, to improve, and they know that if they do they become shareholders…" For Insiders-Outsiders, culture as well as Islam demonstrably shapes management practice, but how it does so, depends on education -education abroad, but also in the home. As Omar explains:
"We don't learn how to be honest and trustworthy… if they are not being taught in the family they will not be seen in the workplace. Because [Moroccans] live at home…they have no sense of responsibility…they are also weak in taking initiatives. They are living…with a father who makes all the rules…there is no sense of accountability..."
A foreign education has revealed to many of these participants a different way of being, and they live this learned 'openness' and 'independence' in their management practices -or at least try to.
A further point of discussion deriving from the religious-culture-education mix is that of attitudes towards women in the workplace. Fatiha opines that Moroccan men "think they are influenced by their religion and this influences their attitude to the women they work with. They regard women as inferior", but she argues that "this attitude of men here is not the true Islam. It's cultural to lower women…".
Like the Insiders, Insiders-Outsiders also stress how important it is for Moroccans to feel that the organization is one big happy family. For instance, Ismail likes to "develop a family atmosphere" at work, organizing social events to support this. Fatiha believes that Moroccans have "empathy, friendliness and hospitality…an organization is like a family".
The Outsider-Insider
Nadia voices the recurrent themes of the tension between the traditional and the modern and the presence of Islam in the workplace. However, she personally perceives the characteristics of hospitality and family to be cultural and very much distinct from Islam. They are not to be conflated. Nadia speaks at length on the two different mindsets in Morocco: that which adheres to tradition, and that which pursues the 'modern'. Islam plays a pivotal role in the traditional, and is rejected -at least in management practice -by those who desire to be 'modern' and want to keep "the professional life as the professional life". However, the two mindsets are not wholly discrete -with many individuals they vary and oscillate according to context, hence a gap between 'espoused' values and 'enacted' behaviours. She provides an example of this gap from her business of advertising -whilst her clients "claim openness…They are afraid to move too far…" And Islam acts as a filter which "determines what images
[she] can [is allowed to] play with". Nadia notes instances of authoritarian management practice in Morocco and she suggests that the 'fear' embedded in the culture from years of repression, together with Islamic beliefs, have resulted in the acceptance of practices that she has not witnessed in France. Culture shapes management practice still further through the presence of a form of patriarchy -based on fear and respect -which in her opinion is particular to Morocco. A further manifestation of this patriarchy is that women don't hold the same position as men in the workplace. Nadia provides examples of the need to be accompanied by men to meetings with clients because "as a woman you are not credible enough". describing it as one which encourages irresponsibility and a passive acceptance of 'fate'. This is cultural and not Islamic they say, because "if you talk to the people who are linguistic (sic) people…(insh'allah) is meaning help yourself and God will help you. It is not allowing him to do the stuff for you" (David).
But in addition to religion and culture a third influence is felt to play a crucial role in modulating how Moroccan Islam can shape behaviour -and that is education. From the perspective of the Strangers, it is education which dictates the extent to which a Moroccan will adhere to Moroccan culture's ingestion of Islam -as much to do with fate and destiny as it is to do with the Islam of the Qur'an -and the extent to which Moroccans embrace the 'true' or 'pure' Qur'anic message of Islam. Lack of education, together with culturally ingested Islam, and other cultural influences such as history of political repression combine to produce individuals who tend to lack initiative; be fearful; cling to tradition; abdicate responsibility in favour of dependency; and who are more likely to perpetuate the differences between men and women in the workplace. As a consequence, management practice (reluctantly) leans towards the authoritarian. David believes that in 99.9 per cent of local Moroccan companies there "is a dictatorial patriarchal boss", and as a result, trust and honesty in the workplace are a challenge for participants.
Moroccans are simply not used to it. Interestingly, David 'sees' this patriarchy as a cultural characteristic deriving from the Berbers and therefore pre-dating Islam.
A good education -especially one with a strong foreign influence -is felt to produce a different and 'modern' type of employee. David calls these Moroccan employees "citizens of the world" whilst Atif describes them as "unbelievable…with much to offer". In relation to these employees, management practice can more freely lean towards leading by example; encouraging teamwork; participation in decision-making; and having staff take responsibility for their actions at work to full effect. 
Discussion
It was stated earlier that a particular challenge of this research was to 'unravel' this Gordian Knot of national characteristics in order to explore how Islamic values really do influence management practice.
This has been attempted before, with Al Arkoubi (2008) and d 'Iribarne (1998 'Iribarne ( , 2002 'Iribarne ( , 2003 both exploring how Islamic principles have shaped organizational behaviours. However, as each undertook an ethnographic study in one organization only, a more general 'picture' of management practice in
Morocco remained elusive in an empirical sense. On a more theoretical level, unraveling multiple influences can be seen as problematic. The transition from one set of influences to another -say, from being a French colonial territory to independent nationalist Morocco-is far from simple. Bhabha (2006) has referred to the complex transcultural forms of influence that arise in such circumstances, along with the hybrid identities that characterise emergent societies and their peoples. Such hybridity in postcolonial societies including Morocco is deeply embedded in the contemporary national character. Indeed, 'identity' itself is essentially hybrid. This does not make identifying the influence of one factor -in the present study, Islamic values -impossible. It just makes the task complex, and alerts us to the interrelationship of multiple cultural, historical, national and -we would suggest -individual factors in reaching understanding of our topic.
In contrast to previous work, and listening to the voices of those who 'do' management, the present study has uncovered a larger 'picture' of management practice in Morocco. It includes many themes identified by earlier researchers, but in place of an intractable Gordian knot a 'picture' of management practice emerges which resembles an Arabesque - Please see Figure 6 which is an example of an Arabesque.
Figure 6: Example of an Arabesque
The value of this metaphor as a heuristic device will be explored more fully below, after first identifying the branches, leaves and scrolls -the motifs -elicited from the participants themselves. These constitute how management practice is actually 'done' and 'experienced' in Morocco. As it is the focus of this research, we will begin with the motif of Islam.
'Living' Islam
In all four groups of participants there is an overall view that Islam has a 'real' presence in the workplace beyond just the prayer room and shorter working hours during Ramadan, but views differ as to the extent of that presence, and indeed of its active influence. The study suggests that there are two dominant The voices of Atif and Ismail lead directly into the second strain: that Islam has no greater influence on people's behaviours and therefore management practice than any other monotheistic religion on its (nominal) adherents.
Islam versus Moroccan Islam
The next motif is Moroccan Islam. Notably, participants attest that there are two forms of Islam in Morocco; first, 'pure' Islam taken from the teachings of the Qur'an and the Sunna (Sarwar and Toropov 2003, Ruthven 1997) , and, second, an interpretation of Islam which could be described as a culture's ingestion of a religion. In the management sphere 'pure' Islam takes the form of Islamic ethics (Badawi 2003 ) and the Islamic work ethic (Ali 1998 , for example, the working practices of Abdul. The 'ingested Islam' we take to be that observed by Geertz ( , 1973 who talks about the "warrior saint" and the belief in Baraka. It is Islam, but it is Moroccan Islam, as described here by Ahmad. It entwines with Morocco's (Berber) cultural traditions of mysticism, the evil eye (Stannard 1999) , and their expectations of leadership , d'Iribarne 2002 . It is the Sufi form of Islam -with emphasis on the mystical -that suits the Moroccan temperament (Gellner 1969 . But belief in one form of Islam does not appear to exclude belief in the other and the research of d 'Iribarne (2002 'Iribarne ( , 2003 is testament to this.
He explores the "warrior saint" leadership that Moroccans -and 'Strangers' like David -recognize and expect, yet the leader he describes as a "warrior saint", just like Abdul, integrates the pure Islamic values of family, equality, trust, kindness and justice into practice. Al-Arkoubi (2008) because it is culturally entrenched, it commingles with other features of the "national character" (Tayeb 1988 p 154) , taking on a different distinctive shape.
National characteristics: family, paternalism and patriarchy
The third motif in the Arabesque is the concept of family and within this umbrella term, patriarchy.
According to Zidan, the importance of family is both a Moroccan tradition and a part of Islamic teaching , Latifi 1997 , Al Arkoubi 2008 . Other participants describe forms of their own -and observed -management practices which include care, support, and involvement in personal relationships that employees expect from their leaders (Latifi 1997 , Al Arkoubi 2008 .
But in Morocco there are cultural manifestations of the importance of family which also include paternalism and/or patriarchy (Al Arkoubi 2008 , Wahabi 1993 . It can, as Zidan reveals when he talks of the "big boss taking someone in", also be about the extended family and patronage observed by .
However, patriarchy is also associated with authoritarianism and dirigiste styles of leadership (Wahabi 1993 , Ali 1990 . These are clearly apparent in management practice in Morocco. Whilst all participants convey a clear preference for their own leadership styles to be consistent with those identified as 'best practice' both in the West and in Arab countries (Northouse 2010, Beekun and Badawi 1999 ) -in other words, participative, honest, transparent, and leading by example -there are instances when this leadership style is not always evident or even possible in Moroccan organizations, where leadership is often authoritarian (Wahabi 1993) . As David observes, an authoritarian or patriarchal (directive) style of leadership is often expected by some Moroccan employees.
Socio-economic factors: education and gender
Among the fourth motif of socio-economic factors education and gender especially were of interest to many of the participants as significant influences on management practice.
The participants did not just talk about formal education, but also life experiences including education in the home and abroad. The quality of education is a real challenge for Morocco (Cohen and Jaidi 2006, Sater 2010 ) and its management practices (Benson and Al Arkoubi 2006, Estrada, Lynham and Motii 2006) . There was a common view across all participants that there is a shortage of suitably skilled and qualified Moroccan candidates for their organizations. Those who have potential are described by David as "citizens of the world" -they are Moroccan, but they have been educated, or have worked, abroad.
According to Omar and Atif, these 'foreign' experiences have taught them different attitudes to life and work from those which are entrenched in the Moroccan culture and learned in the family. These different attitudes include a willingness to learn, hard work, drive, initiative, independence and accountability.
Many of these can be regarded as Islamic principles (Ali 1989 , 1990 , Ali and Al-Owaihan 2008 ).
This 'traditional family education' has further repercussions for the participants in their practice, as they endeavour to change the mind-sets of the majority of those exposed only to a Moroccan education who manifest acceptance, and even expectation, of authoritarianism; an expectation they will be provided for;
resistance to change; and a reluctance to accept modern management techniques such as participative decision-making.
The issue of gender was also touched upon by some participants. Nadia and Fatiha, whilst from different biographical groups, both decry men's attitudes toward women in the workplace -and the inequality embedded therein. But where they differ is in the reason why. Nadia (not a Muslim) ascribes it to Islam yet Fatiha, just like Mernissi (1991) argues that "the attitude of men here is not the true Islam. It's cultural to lower women…." Meriem also refers to culture -'cultural pressure' -when she explains that women do not take senior positions in organizations because of the importance of family and of being a mother in Moroccan society. For her it cannot be ascribed to Islam. This view does not resonate with
Metcalfe's (2006 p100) research in which the career and development constraints for women in Arab countries are as a result of "strong gender roles in Islamic culture."
Foreign influences
The fifth and final motif is that of Western influence (Benson and Al Arkoubi 2006 , Cox, Estrada, Lynham and Motii 2005 , Al Arkoubi and McCourt 2004 , Wahabi 1993 and is a result of Morocco's patriarchal culture. These views are contrary to those expressed by some (Wahabi 1993 , Ali 1990 who speak negatively of the legacy of colonialism, believing it to be at the heart of the indecision, concern with wealth, authoritarian leadership and injustice inherent in Arab organizations, not something that sits comfortably with existing national culture.
The Arabesque
The five motifs of the Arabesque that have been identified by the participants as contributing to how management practice is shaped and experienced in Morocco are not dissimilar to those strands of the Gordian Knot identified (but not synthesized) by Benson and Al Arkoubi (2006) , Wahabi (1993) , Cox, Estrada, Lynham and Motii (2005) . They are also consistent with those of Tayeb 1997, Robertson, AlKhatib and Al-Habib (2002) , Rice (1999) and Ali (1989) . The present study has been exploratory, but penetrative, uncovering where and how -in the specific context of Morocco -each strand might play a role, and assessing the interplay between them. The metaphor of the Gordian Knot is supplanted by the metaphor of the Arabesque defined earlier and illustrated in figure six.
Made up of fluid and flowing lines fancifully intertwined to form plants or geometric shapes the Arabesque as a metaphor represents how the influences identified by the participants interact to create the 'life-worlds' they experience.
Thus the motifs of this life-world Arabesque are Islam, Moroccan Islam, national characteristics such as family and patriarchy, socio-economic factors such as education and gender, and some form of Western influence (both historically and contemporaneously). 'Culture' is specifically omitted from this list because the individual motifs when put together constitute that very culture. The pattern of the Arabesque may appear thus: Islam entwines with certain traditional Moroccan beliefs (Gellner 1969 to create Moroccan Islam which in turn wraps itself around 'family'. This entwining creates patriarchy -in all its forms -which manifests itself within organizations in the three modes of "protector" (Tayeb 1979 ), "authoritarian" (Wahabi 1993) or "warrior saint" , d'Iribarne 1998 .
But the Arabesque could have a different pattern, e.g., the force of "pure Islam" flows through family which is intricately interlaced with education, around which is wrapped foreign influence and this entwining produces creativity, hard work, transparency, trust and honesty within the workplace; all of which are Islamic values (Ali 2005 ). We do not suggest here that these are the only patterns. On the contrary, the Arabesque identified -whilst it invariably comprises the same motifs deployed in a superficially similar way -appears to take on multifarious individual patterns. Like the human facewhere the components (nose, eyes, mouth, forehead etc) are constant and whose overall disposition likewise, but each shows unique individual identity. Thus with the Arabesque, the precise patterns and emphases of the five motifs, -though of an underlying consistency -will vary from individual to individual and what 'influences' that which each individual 'experiences' and 'observes' is their own socio-historic 'life-world' (Schutz 1964) . And these five motifs are not each self-contained entities.
They are all dynamically linked. And each has a linked effect on the other four and on the central entity of management practice as a whole. The motifs are like cogs in a machine and the underlying mechanics of these motifs in the dynamic and protean Arabesque are illustrated schematically in Figure 7 . (Schutz 1964) . Additionally, Islamic values shape the views of our Muslim participants through their own individual religiosity. We must therefore eschew the tempting but spurious neatness of an easy generalization and instead recognize the protean but vital 'reality' that there is no one single uniform set of Islamic values that will influence in one single uniform way. The influence of Islamic values on management practice can be conscious and deliberate, or unconscious and osmotic, formative or marginal, depending on how individuals make the decision to actively follow religious values, reject them, or accept them as part of the fabric of the "national character" (Tayeb 1988 p 154) . However, what would appear to contribute hugely to that 'decision' is the education -at home, in schools, abroad -of each participant. As a result, the study of education might be the most promising area for further research and a platform for others to study management practice in Morocco.
